Introduction
Job satisfaction has been defined as a pleasurable emotional state resulting from the appraisal of one"s job; an effective reaction to one"s job; and an attitude towards one"s job. Weiss (2002) has argued that job satisfaction is an attitude but points out that researchers should clearly distinguish the objects of cognitive evaluation which are affect (emotion), beliefs and behaviors. This definition suggests that we form attitudes towards our jobs by taking into account our feelings, our beliefs, and our behaviors.
One of the biggest preludes to the study of job satisfaction was the Hawthorne studies. These studies (1924) (1925) (1926) (1927) (1928) (1929) (1930) (1931) (1932) (1933) , primarily credited to Elton Mayo of the Harvard Business School, sought to find the effects of various conditions (most notably illumination) on workers" productivity. These studies ultimately showed that novel changes in work conditions temporarily increase productivity (called the Hawthorne Effect). It was later found that this increase resulted, not from the new conditions, but from the knowledge of being observed. This finding provided strong evidence that people work for purposes other than pay, which paved the way for researchers to investigate other factors in job satisfaction.
Job satisfaction can also be seen within the broader context of the range of issues which affect an individual"s experience of work, or their quality of working life. Job satisfaction can be understood in terms of its relationships with other key factors, such as general well-being, stress at work, control at work, home-work interface, and working conditions. The old view that "a happy worker is a productive worker' does not clarify the complex relationship between job satisfaction and productivity in today"s world. It was traditionally said that high job satisfaction leads to improved productivity, decreased turnover and less stress in long run. But the relationship between job satisfaction and productivity is not definitely established.
II. Literature Review
The relationship between the job satisfaction and productivity is complicated. But the content theories of motivation assume a direct relationship between job satisfaction and improved productivity. Job satisfaction does not necessarily lead to improved work performance. For example, from the results of twenty studies, Vroom (1964) found no simple relationship, and only a low median correlation (0.14) between satisfaction and performance. Iaffaldano & Muchinsky (1985) backed this up, suggesting that the average correlation was around 0.15. More recently, a definitive meta-analysis by Tim Judge and his colleagues (2001) reported an uncorrected average correlation of 0.18, and a corrected correlation of 0.30. These studies boost the argument that there is little association between job satisfaction and productivity, at least at the individual level.
The paper studies the different factors (categorized as individual, social, cultural, organizational, and environmental) has impact on job satisfaction and to what extent relevance should be given to these factors for better productivity. Certain factors are intrinsic and some are extrinsic and if both the factors bear very little relationship to the performance level of individual, the resultant correlation between satisfaction and performance tends to be weak. In such a situation management should follow two things (Porter and Lawler): (1) Modify the job and (2) Correct the reward system so that it acts as an incentive for higher productivity.
There have been several studies in the past that shows the relation between jab satisfaction and productivity. These are: In 1997, Development Dimensions International (DDI) conducted focus groups, customer interviews, and surveys to determine the drivers of an effective service environment. DDI found evidence of a circular relationship between employee satisfaction, and customer satisfaction, and increase in company profitability. A 2001 study published in Personnel Psychology examined whether positive employee behaviors and attitudes influence business outcomes or if the opposite, that positive business outcomes influence employee behavior, is true. Study findings include that employee satisfaction, behavior, and turnover predict the following year"s profitability, and that these aspects have an even stronger correlation with customer satisfaction. So these studies predict certain relation between satisfaction and productivity. The job satisfaction can be measured with several methods. By far, the most common method for collecting data regarding job satisfaction is the Likert Scale. In this study Likert Scale has been used to measure satisfaction. The other method Job Descriptive Index (JDI), created by Smith, Kendall, & Hulin (1969) , is a specific questionnaire of job satisfaction that has been widely used. It measures one"s satisfaction in five facets: pay, promotions and promotion opportunities, coworkers, supervision, and the work itself. The scale is simple; participants answer either yes, no or can"t decide in response to whether given statements accurately describe one"s job. The use of JDI has also been applied in this study.
III.
Objectives of the study
The objective of the study was to examine (a) If the different factors affect the job satisfaction of the employees (b) If the satisfaction of the employee has any relation with productivity
IV.
Data base and methodology
Nature of Data:
The present study is based on primary data.
4.2
Sources of Data: Primary data has been collected through the non-disguised structured questionnaire, which was converted into vernacular language so as to make it understandable. Subjects are required to fill in a questionnaire and analysis is done on 5-point Likert Scale. In order to make sample representative, a total of 100 people working as professionals, supervisory and managerial positions in different districts of Punjab.
4.3
Procedure: Participants were asked to rate the factors twice, first with respect to how important are given factors in their life from (1) Very important to (5) Not at all important, and second, in terms of factors to be promoted in the organization as from (1) Highly promoted to (5) Not at all promoted. The mean and standard deviation were computed of the factors in two distinct group i.e. importance of factors for job satisfaction and factors perceived to be promoted in the organization. The factors were rank ordered based on mean values having less than 2 and were separated. In step 2 Job Description Index was used in which the satisfaction percentage has been calculated under five facets: pay, promotions and promotion opportunities, coworkers, supervision, and work itself. The above three tables has tried to show the factors that are important for job satisfaction. Now in the next step effort has been done to show the percentage increase in productivity by using Job Descriptive Index. 
V. Findings
The mean and standard deviation of both the scales are tabulated in Table 1 and 2. Factors having means less than 2 for both the scales are shown in Table 3 . It may be seen from Table 3 that there are 12 out of 20 factors that has emerged as important for job satisfaction. Also, there are 14 factors which are perceived to be promoted to a high degree in the organization. It is also seen that 10 out of 12 values that are important for job satisfaction are also perceived to be promoted in the organization. So this shows that certain factors have great impact on the satisfaction of the employees. Now, in Table 4 factors are covered under five facets and the percentage increase in the productivity due to these factors has been shown. It is clearly defined that monetary factors though are important for job satisfaction but supervision and work itself has great impact on the productivity of the employee.
VI. Discussion
The results clearly indicate that monetary factors are not only responsible for the productivity of the employee but the work itself and supervision too play an important role. It is also evident that perception of congruence between personal factors and factors promoted in the organization definitely influences job satisfaction. Though the mean of the factors that are important and the ones perceived to be promoted are not exactly same, they are close enough to arrive at this conclusion. The other part shows the relation of job satisfaction on productivity. The effort has been made to show this. The study has used factors under five facets (job descriptive index) to show the percentage increase in productivity due to those factors. Though the main purpose left behind which was to show the degree of correlation between job satisfaction and productivity as Vroom set that figure as 0.14. This limitation will be overcome by enhancing the scope of this study suitably in the near future.
